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ABSTRACT

This research project analyzed nethods to inplenent
strategi ¢ change and prepare the Salt River Fire
Departnment for significant growth that will neet the
needs and expectations of the community. The purpose of
this project was to develop a strategic plan for the
growth of the Salt River Pima-Maricopa |Indian Community
Fire Departnment that will best neet the needs of the
conmuni ty.

This research project enployed action research, (1)
to identify how other Indian Conmmunity Fire Departments
have nmet the rapid gromth needs of their communities, (2)
to identify the conponents of strategic planning that are
applicable to the Salt River Fire Departnment planning
process, (3) to determ ne what strategic planning
t echni ques ot her departnents have done to neet rapid
growth needs, (4) to determ ne what information exists in
literature that addresses strategic planning in rapidly
growi ng organi zations, (5) to determ ne the needs and
expectations of the Salt River citizens for the enmergency
services in their comunity, (6) to use the information
obtained to develop a strategic growth plan that
addresses the communiti es needs and expectations for

enmergency service in the Salt River Indian Community and



(7) to determ ne strategies for inplenmenting the plan
that will reduce the natural resistance to change and
facilitate a snooth transition process.

The procedures enployed to conduct this action
research were a conbination of information gathered
through a literature review, utilization of interviews
with other Tribal directors and fire chiefs, and the use
of a fire chief’s survey. Interviews focused on
strategi es used by other fire chiefs who have experienced
significant growth within their departnment in the past
few years. The survey was used to determ ne innovative
ways to gain internal support for change and find
effective ways to inplenent necessary changes that were
not covered in the literature.

The maj or findings of this research was that
communi ty nenbers are nore concerned about the
avai lability of conpetent emergency nedi cal response and
transport services rather than the fear of |loss of their
home through fire. Additionally, the current system used
where Tri bal nmenbers are not charged for anbul ance
transportation is viewed as a val uable benefit that al
would li ke to see continue. In the area of other
ener gency response, survey respondents place hazardous

mat eri al s response al nost as inportant as fire response



capability. Other areas where respondents indicated val ue
was fire prevention education and prevention activities
and al so the contribution of the Fire Departnment’s Fire
Cadet Expl orer program

The Salt River Fire Departnent Growth Plan devel oped
out of this research includes current situation and the
future growth trend, the Salt River Fire Departnent’s
m ssion priorities, conmponents of the growth plan
execution, and a the requirenments necessary for plan

i npl ement ati on.
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| NTRODUCTI ON

The Salt River Pima-Maricopa Indian Comrunity is
| ocated east of the Phoenix netropolitan area. The
conmmunity covers 78 square mles and consists primarily
of rural residential homes with sone commercial and
i ndustrial structures.

Li ke many other Indian communities in the country
Salt River is working to develop a Tribal Gam ng
busi ness. For the past two years the Tribe has
experienced a great deal of resistance to their gam ng
devel opnent. Several years ago, then Governor Sym ngton
attempted to restrict where the casino could be |ocated,
attenmpting to keep the casino as far away fromthe
greater Phoenix nmetro area as possible. Several |awsuits
del ayed Class Il gam ng, which allows the very
profitable, slot nachines.

Very recently, July 17 1998 the Arizona Suprene
Court cleared the way nandating that the Arizona Governor
sign the gam ng conpact. The growth that will acconpany
t he casino devel opnent is expected to be tremendous. The
revenue generated by the casino’'s (two are planned) w il
al so spur the devel opment of many ot her revenue

generating Tribal enterprises. Additionally, the revenue



will allow for significant increases in public sector
infrastructure including Fire Department growth. |
estimate that the Salt River Fire Departnent will add two
new stations in the next two years, which will double the
size of the departnent. The problemis that no fornmal
strategic plan exists that outlines an inplenmentation
strategy that addresses the Fire Departnent’s growth, the
needs and expectations of the community, and identifies
potential barriers to necessary changes.

The purpose of this project was to develop a
strategic plan for the growth of the Salt River Pima-
Mari copa I ndian Community Fire Departnment that will best
neet the needs of the community. The action research
met hod was used to answer the foll ow ng questions:
1. What have other Indian Conmunity Fire Departments done

to neet the rapid growth needs of their comunities?

2. What conponents of strategic planning are applicable

to the Salt River Fire Department planning process?

3. What strategic planning techniques have other fire

departnments used to neet rapid growth needs?



4. What information exists in literature that addresses
strategic planning processes in rapidly grow ng

or gani zati ons?

5. What are the needs and expectations of the citizens of

Salt River for enmergency services in their community?

6. What conponents of the findings in questions one
t hrough five should be used to develop a strategic
growt h plan that addresses the communities needs and
expectations for energency service in the Salt River

I ndi an Conmunity?

7. VWhat strategies should be used that will reduce
resistance to the plans so that a snooth transition

process will occur.



BACKGROUND AND SI GNI FI CANCE

The Salt River Pima-Maricopa Indian Comrunity was
established in 1879 by a Presidential Executive order.
The community as the name suggests is conprised of two
American Indian Tribes, the Pima (AU- Aut hum and the
Mari copa (Pipash). Both tribes have separate | anguages
al though their cultures are very simlar. The Pim-

Mari copa People are traditionally a very peacef ul
agricultural society.

It is interesting to not that the Tribe s nanme of
‘Pima’ was actually devel oped by the Spanish. \Wen the
first Spanish people came to the southwest they asked the
native residents who they were. Since the natives didn't
under st and what the Spanish were saying they answered
with the words “pimash” which nmeans “I don’t know’.
Because they could not pronounce the word they naned the
people Pimas. Today the Pima people find it ironic that
the entrance to their comunity means the “lI don’t know
| ndi an Conmmunity”

(John MWers, Robert Gryder. 1988).

For many years the Salt River Reservation has been

i solated fromthe Phoenix nmetropolitan area, however



today with the tremendous growt h that the Phoenix area
has experienced the netropolitan area has encroached upon
the reservation. The Salt River reservation is now
bordered on three sides by the cities of Scottsdale on
the west and north, Fountain Hills on the northeast, and
Tenpe and Mesa on the south. The east side of the
reservation borders the Tonto National Forest but still
has high traffic flow on its east border froma major
state highway. The Salt River Reservation covers

approxi mately 82 square mles with about 8,500 registered
residents. The community is primarily rural but also has
comercial and industrial sites. The Tribe is self
sufficient, which neans they receive very little funds
frdomthe federal government. Operating funds to run the
Tri bal governnent are made from private enterprises owned
by the Tribe, community | eases, property taxes of non
tribal menbers, and a 1.2% sal es t ax.

The Tribe functions very simlarly to a nmunicipality
in the manner it is structured. The head of the Tribe is
the President (Mayor), under the President is the Vice
President (Vice Mayor). They report to and are nenbers of
the Tribal Council (City Council), of which there are
ni ne nmenbers, elected fromnine districts. Counci

persons serve a two year term The Community Manager



(City Manager) runs the day to day activities of the
community as the head of the follow ng twelve

di rect or at es:

1) Pol i ce Depart nment

2) Fire Depart nent

3) Publ i c Works

4) Fi nance

5) Human Resour ces

6) Heal th and Human Servi ces
7) Educati on

8) Communi ty Devel opnent

9) Pl anni ng and Engi neeri ng
10) Tri bal Court

11) Recreation

12) Miseum

Wth the encroachment of the Phoenix Metropl ex
the Tribe has found that the | ease value of Tribal |and
has become increasingly valuable. Leasing land to
devel opers provides revenue fromthe | ease itself as well
as bring in tax dollars and jobs to comunity nenbers.

In recent years I|Indian Ganmi ng has beconme very
preval ent around the United States, and Salt River is no
exception. The Tribe currently owns a poker casino and
has applied for Class |1l gam ng which will allow sl ot
machi nes. The Tri bal Community Devel opnent departnment has

projected trenmendous growth al ong several commercia



corridors within the next five years. Wth revenue
expected fromthe casino’'s the infrastructure devel opnment
can be excelerated, spurring nore rapid comrerci al

devel opnment .

LI TERATURE REVI EW

The literature on strategic planning involved the
exam nati on of the change process. Several key conmponents
of the planning and inplenentation process included how
to acquire community support for change. The literature
was exam ned to obtain methods or gui dance on obtai ning
community invol venment and support. Methods and
techni ques were researched in an effort to obtain
enpl oyee support, since they will be instranmental in the
i npl enment ati on of needed changes. Finally, | wanted to
find methods to elimnate barriers to inplenenting the
strategic plan.

I n obtaining the communities support research
indicated that |ike any organi zati on or group
communi cation of ideas and goals are the essenti al
conponent of acquiring support. (Lundy, 1986. p81).

Included in this feedback |oop Iearning will occur



all owi ng for better understandi ng of each factions
perspective. OF course the a critical conponent of the
f eedback | oop will be finding ways to better define who
our custonmers are and find better ways to service them
Maki ng things work by listening to customers and acting
on what you hear(Peters and Austin, 1985.p 4).

Literature concerning enpl oyee support was
plentiful. Some of the nore interesting views of
obt ai ni ng enpl oyee support concerned constructive
conflict, and allowing the conflict that change can
generate anmong the work force to assist in diffusing nore
serious problens that may be snoldering. (Ford, 1983.p
104). Simlar literature relating to confrontation
suggested that without this type of confrontation no rea
devel opnent ocurs within the organization. People within
the organi zation nust deal with issues and probl ens by
confronting them (Bennis, Benne and Chin, 1968,p 358).
The literature suggested that in many cultures especially
that had a traditional past that significant change could
be acconplished by breaking just one or two old habits.
In the fire station environnment that nay be as easy as
changing the traditional drill time fromthe norning to

the afternoon and replacing it with physical training



that “al ways” was done in the afternoon, beginning by
breaking the ol d routines (Atkinson, 1990. p57).

In the change process it is very inportant to find
the enpl oyees that are willing to be the chanpi ons of
change and risk supporting the process. The literature
suggests finding people who are willing to take on the
new paradigmin the first stages of the change.

“The man who enbraces a new paradigm at an early
stage nust often do so in defiance of the
evidence. .He nust, that is, have faith that
the new paradigmw || succeed with the many

| arge problens that confront it know ng only
that the ol der paradigmhas failed with a few A
deci sion of that kind can only be nmade on faith”
(GCsborne and Plastrik, 1990.p 267).

The G la River Fire Departnent has experienced the
sane type of rapid growmth in the past few years that Salt
River is preparing for. Gla River Fire Departnment
consisted of two volunteer stations, poorly equi pped and
trained prior to the Tribe acquiring a gam ng conpact
with the state. Wthin five years Gla River Fire nowis
building its fifth station. All their stations are nodern
staffed and equi pped with highly training personnel wth
state of the art equi pment. The changes that occurred at

Gla River required a great deal of comrunication, not



only with the Tribal Council but community menbers at

| arge. Chief Beckwith, a non Native Anerican found it

val uable to gain the support of key informal |eaders to
hel p convince others in the informal communi cation chain.
(Beckwith, B. Fire Chief, Gla River, interview, June 21,

1998) .

PROCEDURES

Definition of Terns

Class Ill - The class of casino ganbling that legally
allows for the operation of slot machines.

Conpact - Refers to the gami ng agreenent that nust be

entered into with the state before Class Il gam ng (sl ot
machi nes) will be all owed.
Gam ng - Refers to |egalized Indian ganbling poker,

bi ngo, and sl ot machi nes.

Salt River - Refers to the Salt River Pima-Mricopa

| ndi an Conmunity

TERC - Tribal Energency Response Conmi ssion

Research Met hodol ogy

The research nmethodology wused was action and

hi storical research. Information was gathered through



surveys, interviews and research of Iliterature. The
feedback from the surveys and interviews were used to
determ ne the growth devel opnent priorities for the Salt
River Fire Departnment. The literature review helped to
understand and plan for the snooth transition of change,
not only in ternms of the community’s support but also the

Fire Departnent personnel thensel ves.

Literature

The research procedure used in preparing this paper
consisted first of a review of literature in ny personal
i brary and the Scottsdale library from February through
July 1998. | searched for topics concerning enpl oyee
teans, the change process and total quality managenent.
The books and articles identified in the literature
search were reviewed for specific information that | felt
related to the process of planning for and inplementing

change.

| nt ervi ews

| nterviews were conducted with Fire Chief of Gla

Ri ver I ndian Reservation, Bart Beckwith during a Tri bal



Fire Chief’s nmeeting held on June 21, 1998, Fire Chief
WIlliamWite of Ah Chin Reservation Fire Departnment June
21,1998, and Fire Chief Richard Flores of Tohono O OGdom
Reservation al so June 21, 1998.

| attenpted to find specific problenms that were
encountered by the various Fire Chiefs concerning the
rapi d devel opnent of their departnents fromthe
i ntroduction of gamng to their communities. Questions
focused on nmet hods used to nost effectively comunicate
their ideas and intentions, nethods to obtain support from
key | eaders, and the associated problens in recruiting
Native Americans on the reservation fire departnent. Any
pertinent information or ideas were reviewed for possible
inclusion into the Salt River strategic growth plan.

Fire Departnent Needs Survey

My purpose in having a fire departnment survey was to
obtain the customers perspective of fire departnment
services. My intent was to let the conmmunity eval uate
what they perceive to be the npbst inportant emergency
services, and to give us sone feedback on how we were
doi ng. The survey allowed the survey participant to
nunerically rate how they perceived the value of various
services offered by the fire departnent including fire,

EMS, paranedi c response, anbul ance transport, hazardous



mat eri al s response, special rescues, as well as the
custonmer service attitude of the fire departnent
personnel . Surveys were distributed to various groups and
E-mailed to all Tribal enployees and agencies. The
response to the questionnaires was very good. | was able
to evaluate 125 responses, the feedback continues to cone
in daily. The great majority of the responses were very
simlar rating services with little variance between
respondents. The survey is attached for review in

appendi x A.

Assunmptions and Linmtations

Alimtation of the literature review was that only
one reference related directly to fire departnments. Most
literature related to organi zati onal change in general
The assunption was nade that concepts of organizational
change woul d be relevant to fire departnments as well.

Alimtation of the interviews was that there was no
anal ysis conducted to determ ne the effectiveness of a
successful strategic change within the departnents of the
interviewed chiefs. The purpose of the interview was to
gat her personal experiences of fire chiefs that have

experiences rapid growth due to gam ng revenues. An



assunmpti on was made that their experiences woul d be
simlar in nature to what the Salt River Fire Departnent
may experience.

Alimtation of the survey was that no statistical
anal ysis was nade to determine a margin of error. The
pur pose of the survey was to gain a better understanding
of how the Tribal residents and enpl oyees viewed the
various services provided by the fire departnment and to
obtain their perceptions of which services are nost

i nportant to them

RESULTS

Answers to Research Questions

Research Question 1. \What have ot her Indian Community

Fire Departnents done to neet the rapid growth needs of
their comunities?

The informati on gathered related to other Indian
communities within Arizona. The interviews conducted
suggested that rather than being proactive and involving
the nmenbers of the departnent in the change process they
were nore reactive and attenpted to neet the growth needs

as demand for services increased. The Chi efs worked



al nost exclusively with the Tribal councils. In these
situations the Tribal Council was viewed as the primry
customer. Recomendations were directed, exclusively to
the council were reviewed, nodified and approved for
action. Based on the interviews no formal surveys were
conducted. Fire Departnment personnel were inforned after
the fact of what woul d be happening within the

depart nment.

Research Question 2. What conponents of strategic

pl anning are applicable to the Salt River Departnment
pl anni ng process?

Virtually all of the strategic managenent of change
were enployed in the planning process, however, the basic
map used for the process involved Phase | anal ysis,
anal yzing the organi zati onal change requirements. Phase
I'l, planning to respond to the change requirenents. Phase
11 I nplenentation, determ ning what tasks woul d be
required to make the change successful. Finally, Phase
|V, evaluation and institutionalism evaluating and
modi fying the plan to neet the needs of the community.
Thr oughout the process the key is to be conmmuni cation of
ideas to all involved in the change, input and feedback

for all involved, and involvenent in the inplenentation



phase of those that will be affected by the change.
Barriers to the change nust be identified early on and
nmet hods to find win/win strategies to elimnate the

barri ers.

Research Question 3. What strategic planning techni ques

have other fire departnents used to neet rapid growth
needs.

The literature and interviews that | conducted did
not provide answers to this research question. Although I
am confident that many departnents foll ow course concepts
covered in the strategi c managenent of change. The
interview conducted only Chief Beckwith of Gla River
Reservation Fire Departnent practiced concepts of
obtaining internal support prior to inplenenting the
changes. He acconplished this by identifying internal
| eaders and obtaining their support letting them
i nfluence the political representatives.
The interviews indicated that the other departnents
operated in a reactive node throughout the begi nning
devel opnent st ages.

Research Question 4. What information exists in

literature that addresses strategic planning processes in

rapidly growing fire departnments?



The literature did was not specific to fire
departnments but generally for change within any type of
organi zation. In obtaining the comunities support
research indicated that |ike any organization or group
conmuni cation of ideas and goals are the essenti al
conponent of acquiring support. (Lundy, 1986.p81).
| ncluded in this feedback | oop Iearning will occur
allowi ng for better understandi ng of each factions
perspective. Mking things work by listening to custoners
and acting on what you hear(Peters and Austin, 1985.p 4).

Literature concerning enpl oyee support suggested
obt ai ni ng enpl oyee support concerned constructive
conflict, and allowi ng the conflict that change can
generate anong the work force to assist in diffusing nore
serious (Ford, 1983). Literature relating to
confrontation suggested no real devel opnment occurs within
t he organi zation until people deal with issues and
probl ems (Bennis, Benne and Chin, 1968). The literature
suggested that in many cultures especially that had a
tradi tional past that significant change could be
accompl i shed by breaking just one or two old habits
(At ki nson, 1990). Finally, in the change process it is
very inportant to find the enployees that are willing to

be the chanpi ons of change.



Research Question 5. What are the needs and expectations

of the citizens of Salt River for energency services in
their comunity?

Conpl ete survey results can be found in appendi x A
All survey results were rounded to the nearest tenth.
Several significant results of the survey indicated that
enmergency nedi cal response is perceived to be at |east as
inportant a priority as fire response capabilities.
Paramedi ¢ capability al so had a hi gher score of
significance than fire capability. Respondents agree
al nost unani nously that energency services are of
critical inportance to them General rescue capability
rated al nost as inportant to our custoners as fire
response capability, and surprisingly hazardous materials
response capability scored as being perceived to be nore

i nportant than fire response.

Research Question 6. What conponents of the findings in

guestions one through five should be used to devel op a
strategic growh plan that addresses the community’s
needs and expectations for energency service in the Salt

Ri ver Comrunity?



The first conmponent of the findings to be used wl|
be to prioritize the fire departnent’s m ssion and
obj ectives to be nore inline with the custoner’s
perception of inportance. Concepts of enpl oyee
i nvol venent and change i npl enentation will be
incorporated into the planning inplenmentation phase.
Techni ques that will be covered in greater detail in the
next research question will include devel opnent of a
communi ty based focus group, enployee meetings, counci
briefs, communication with the community manager, and use
of enmpl oyee teans for inplenmentation of the change

process.

Research Question 7. \What strategi es should be used that

wi ||l reduce resistance to the plans so that a snooth
transition process will occur?

The follow ng areas are findings from questions one
t hrough six that should be used in the planning process.

1) Conmmunity Survey — The survey will address the

resi dents perception of the value of services provided
by the fire departnment based on a nunerical scale of
i nport ance.

2) Focus Group — The focus group will be conprised of

community residents and Tri bal enployers. The focus



3)

4)

5)

group shoul d address energency service priorities and
service issues. The group should be free to discuss
all aspects of emergency services allowi ng to provide
a broad band of feedback

Empl oyee Monthly Meetings — The enpl oyee nmeeting wil |l

be used to keep the fire departnment enpl oyees i nforned
concerning requirenents and what is to be expected
during each phase of the strategic change. These
sessions will also be used to gain the support of the
informal | eaders and request their support in

i npl enmenting the changes.

Empl oyee Teans — Enpl oyee inplenentation teans will be

established to inplenment specific tasks within the
pl an process all ow ng enployees to have i nput on

i npl ement ati on nmet hods t hroughout the change process.
The teanms will be “owners” of the process.

Tri bal Council Briefs — The Tribal Council is a

critical conmponent that requires support to approve

t he concept of the growth pan since they hold the

purse strings. Regular briefing sessions will be
schedul ed to keep the council infornmed and answer any
gquesti ons concerning the changes. This will allow a

forumto maintain a relationship of good rapport

bet ween the fire departnent and council.



6) Updating Conmunity Manager — Not to restate the

obvi ous but sonmetines we may a tendency to forget our
boss. | plan to keep ny boss the community nmanager
i nformed of what and why, soliciting his feedback and

support throughout the planning and change process.

DI SCUSSI ON

The results of the literature research on nmanagi ng
change were, for the nost part, what | had expected.
Havi ng had a significant amunt of training and fornal
education in the various conponents of total quality
managenent practices as well as the training in the
Executive Fire O ficer Program section Strategic
Managenment of Change.

| was a little surprised by the resistance of ny
fellow Fire Chiefs that | interviewed. They appeared
resistant to acknow edgi ng the inportance that their
community m ght place on energency services delivery and
transport conpared to the inportance that comrunity
menbers place on fire protection and response.

A primary goal of any fire organization should be to
prioritize a commtnent to neet the needs of the custoner

(Brunacini, 1988). | have had discussions with many of ny



fellow Fire Chiefs concerning energency nedi cal services.
It appears that many realize the necessity of providing
the service but have the attitude that providing
anmbul ance transport is sonehow beneath them 1t was clear
in my survey that within the Salt River Comrunity
enmergency nedi cal response and anmbul ance transport is
consi dered one of the npbst val uable services offered by
the Fire Departnment. | think it would be w se for other
fire departments to conduct a non-biased narket survey to
find determ ne how their custonmers val ue the services
t hey provide.

Could it be that as Fire Chiefs we don't want to
hear that fire response capabilities are not nearly as
i mportant in our custonmers mnds as we would like themto
be? After all, how else can we justify the increasing
costs of manning, facilities and equi pment?

| am often frustrated by the | ack of openness ny
peers show in seeking information fromtheir custoners
that could have an inpact on the way service is provided
now or in the future.

“In a profession that has raised the practice of “no
surprises” to a high art, sponsoring such processes
reads |i ke a macabre prescription for self
destruction. Few things make us nore frantic than

i ncreasing conplexity. And although we say we’ ve



cone to tolerate anbiguity rather well over the past
years (because we had no other choice-it wasn’t
goi ng away), it often appears that we don’t tolerate
it as much as we shield ourselves fromit”

(Wheat | ey, 1993).

What is the saying, “200 years of tradition
uni npeded by progress”? | suspect that nmany fire
departnents don’'t change until they are forced to.
Per haps through pressure within governnent or politics
and sonetinmes only as a matter or survival. | have spoken
to many Fire Chiefs in the past few years, especially in
econom cal ly depressed or | ow growth areas, that have had
operating budgets drastically cut forcing |layoffs and
station closures. For the rest of us, what kind of wake
up call do we need? Any service needs anal ysis shoul d
take into account our custoners perceptions of service
needs. Tom Peters addressed custoner’s perception in his
book A Passion for Custoners.

“The real problemis that perception is all there
is. There is no reality as such. There is only
perceived reality, the way each of us chooses to
perceive a communi cation, the value of a service,
the value of a particular product feature, the

gqual ity of a product.

The real is what we perceive.” (Tom Peters and Nancy
Austin. 1985)



RECOMVENDATI ONS
Based on the information that was acquired during

this research project nmy recommendati on was to devel op a
strategic growth plan that will be used to guide the
rapid growt h expected to acconpany the Tri bal

devel opment. The plan will incorporate critical conponent
findings of the research questions contained in this
paper. Certain aspects of the plan such as the community

survey have al ready been inplenented. (See appendi x A)
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EMERGENCY SERVI CES SURVEY

This survey will be used to plan the future devel opment of the
Fire Departnment and energency services within the Salt River
Community. Pl ease take the next few m nutes and provide
informati on on how you rate the inportance of various

enmer gency services.

Pl ease check the follow ng that apply:

2101 I live in the Salt River Community
127 I ama Tribal enployee
7 Work at Salt River non Tribal enpl oyee

Pl ease indicate what you feel is the value of the foll ow ng
services on a scale of (1) to (5).

(1) High Vvalue Service

(2) Valuable Service

(3) Average Val ue

(4) Low Val ue

(5) Not Necessary

Fire (only) Response Service 1.6
Emer gency Medi cal Response 1.2

Par amedi ¢ Response 21.3
Ambul ance Transport 21.6

No Cost Anmbul ance Transport 2.4

Fire Prevention Education 1.8

Fire I nspection/ Code Enforcenent 2.0

Hazar dous Materials Response 1.5
Rescue 1.9
Speci al Servi ces 2.4

(Lockouts, bee renoval, etc)



Pl ease rate the follow ng questions with the foll ow ng

responses:
(1) Strongly Agree
(2) Agr ee
(3) Neut r al
(4) Di sagree
(5) Strongly Di sagree

Fire danger is a serious concern for nmy househol d?

Salt River has adequate fire response resources.

No cost anbul ance transport

is an inportant service.

1.8

1.9

Salt River Fire Departnment conducts valuable Fire Prevention
programns. 3.0
Salt River should have highly trained Hazardous

Mat eri al s Responders.

Fire response capability should be the highest
priority for the comunity.

Par amedi ¢ response shoul d be the highest
for the community.

priority
Salt River firefighters have good custoner
Service skills.

Salt River firefighters should be nore custoner
service oriented.

Fi re Depart nent
the community.

rescue capability is inportant for

The services provided by the Fire Departnment do not
Concern ne.

Conmment s

1.8

1.8

1.4

3.0

1.7

1.4

4.5
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Interview Questions

. Please outline, as best you can recdl, the impact that your department experienced when
gaming was introduced into your community?

. What were the positive impacts on your department that resulted from the introduction of
gaming in your community.

. What were the negative impacts, if any, to your department from the introduction of gaming
into your community?

. How did you prepare your department for the impacts of gaming?

. Inyour estimation, what could have been done to improve the trangtion process in your
department’ s growth?

. What were some of the obstacles or barriersin the growth process of your department?

. During your departments expansion, how did your employees respond? Were they
supportive of the process?

If any employees were resistant to the changes, how did you address their resstance?

. What were strategies you emplyed to meet the needs of your department’ s growth?
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SALT RIVER FIRE DEPARTMENT
GROWTH PLAN

Situation

Like many other Indian communitiesin the country Sat River has been working to
develop a Tribal Gaming business. For the past two years the Tribe has experienced a great
ded of resstance to their gaming development.

Very recently, July 17 1998 the Arizona Supreme Court cleared the way mandating
that the Arizona Governor sign the gaming compact. The growth that will accompany the casno
development is expected to be tremendous. The revenue generated by the casino’s (two are
planned) is expected to exceed $100,000,000 per year. The current Tribal revenueis
$30,000,000 a year. With theinflux of these new revenues new developments are being
planned that will require supporting infrastructure including Fire Department growth. | estimate
that the Salt River Fire Department will add two new gations in the next two years, which will
double the size of the department. A growth plan is needed that outlines a basic implementation
strategy that addresses the Fire Department’ s growth, the needs and expectations of the

community, and identifies potentia barriers to necessary changes.

Purpose

The purpose of the Sdlt River Growth Plan isto provide an effective trangition for the
anticipated expansion of the SAt River Fire Department. The plan period covered is from July

1998 through December 1998.



Mission

property through life safety, fire, emergency medica and specid operations response. Thefire

The mission of the Salt River Fire Department remains the protection of life and
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department’ s functions and objectives have been prioritized to meet the needs of the community

asfaollows

|. DELIVERY OF EMERGENCY MEDICAL SERVICES

- Provide rapid response to dl requests for emergency medica ad.

- Respond with Advanced Life Support capabilitiesto 100% of dl cals.

- Insure dl personne meet the highest professond standards.

- Maintain quality control standards with zero defect maintenance standards.
- Respond to 90% of dl medicd cdlsin five minutes or less.

- Conduct rescue operationsin conjunction with engine crews.

Il. REDUCTION OF LIFE /PROPERTY LOSS THROUGH FIRE PREVENTION

- Conduct an ongoing Fire Education programs

Conduct occupancy ingpections to insure compliance with UFC and LSC

Provide fire engineering support to community development in plan review.
- Conduct fireinvestigations of al suspiciousfires

Provide ongite assistance to contractorsin meeting fire safe standards.

CONDUCT FIRE SUPPRESSION OPERATIONS

- Provide rapid response to 100% dl fire calls.
- Reduction infireloss and life loss per capitathrough firefighting efforts.



- Respond with modern, state of the art firefighting equipment.
- Conduct sustained wildland fire operations with full time and reserves.

- Conduct rescue/ALS operations cooperating with mutua aid.

V. EMERGENCY SITUATION RESPONSE

- Provide assistance as needed for special emergency response

- Provide conaultation and andysis for threat assessment.

V. DEPARTMENT ADMINISTRATION AND LEADERSHIP

- Provide management of personnel, equipment and facilities on adally basis.
- Provide for the welfare and safety of al department personnd.

- Insure career development of al department personnel.

- Maintain high levels of morde for the fire department.

- Insure high professona standards are maintained.

- Management of department budget.

Goals

1. Deveop Events Timdine

2. Edablish Employee Implementation Teams

3. Schedule Mestings with Triba Council and Employees

4. Develop Proposed Organizational Chart

5. Develop a Supplementa Operating Budget for Fire Station 293 Period January 1999

through September 1999.

Plan | mplementation

> Employee Meetings Dates: August 20", September 22™, November 12" — These




meeting will be used to explain progress answer questions and obtain feedback from
employees.

> Tribal Council Briefs: October 7", December 16" — The Tribd Brief will provide
overview of plan and progress, designed to inform and gain project support.

» Employee Team Development: Solicit volunteers and assign personnel for task
implementation of project, September 1998.
- Furniture Sdection Team
- Ambulance Specs Team
- Equipment Ordering Team
- Preplan areaMap Team

> City of Mesa Automatic Aid Agreement — Obtain approva for City of Mesa automatic
ad agreement by December 1998. Scheduled implementation January 1, 2000.

» Directors Meeting Updates- The directors meetings are scheduled the first and third
Tuesdays of each month. At these meetings | will provide updates on project progressto
the Community Manager.

Support Requirements

» New Personned — Advertise and select personnd for manning of new station. (See
proposed organizational chart and budget)

» Equipment — New equipment will include a new rescuefambulance and associated fire,
medica and station equipment (see proposed budget)

» Funding — Approva of proposed budget by Triba Council

Plan Review and Evaluation

The progress and effectiveness of the implementation will monitored weekly and
discussed in the monthly officers meetings. Modifications of the plan implementation will be

determined in conjuction with officer recommendations and firefighter feedback.



Attachment 1 — Proposed Budget for Station 293

See Appendix D - _Proposed Organizational Chart
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CASINO / PAVILIONS AREA
STATION 293

BUDGET 1998/99
This budget represents those funds needed in addition' to the current 1998/99

budget for the operation of a new station. This budget reflects funds needed to open
the station but does not include station construction costs.

ACCT. YEAR MONTHLY 1 JAN. 99

# PERIOD coSsT 30 SEPT. 99

(9 MONTHS)

SALARIES / WAGES $ 470,000.00 $ 39,166.00 $352,499.00

9010  TEMPORARY LABOR $ 40,000.00 $ 3,333.00 $ 29,997.00

9020  OVERTIME $ 25,000.00 $ 2,083.00 $ 18750.00

FICA X .0765 $ 40,927.00 $ 3,410.00 $ 30,690.00

FUTA ($70 X 15) $ 1,050.00 $ 52500 $ 4,725.00

SUTA $112X 15) $ 1,680.00 $ 14000 $ 1,260.00

WORKMAN'S COMP (15X 2.33)  $ 12,256.00 $ ,021.00 $ 9,189.00

GROUP /DENTAL (1920 X15)  §$ 28,800.00 $ 2,400.00 $ 21,600.00

LIFE / DISABILITY $ 5,260.00 $ 43800 $ 3,942.00

SHORT TERM DISABILITY $ 2,104.00 $ 17500 $ ,575.00

RETIREMENT $ 18,725 $ 1560 $ 14,043
TRAVEL

SEMINAR/CONFERENCEFEE  §$  450.00 $ 3800 $ 342.00

TRAINING $ 4,000.00 $ 33400 $ 3,006.00

OFFICE SUPPLIES $  600.00 $ 5000 $  450.00

9320  PROGRAM SUPPLIES $ 1,200.00 $ 10000 $  900.00

MEDICAL SUPPLIES $ 5,000.00 $ 41700 $ 3,753.00

9330  OPERATING SUPPLIES $ 10,000.00 $ 83400 $ 7,506.00

FOOD



9350

9510

* 9540

9820

GASOLINE, DIESEL
JANITORIAL

UNIFORMS

ELECTRICITY / GAS
TELEPHONE
MAINTENANCE EQUIPMENT
MAINTENANCE VEHICLE
MAINTENANCE BUILDING
AUTO INSURANCE
OUTSIDE SERVICES
MISCELLANEOUS EXPENSES
EQUIPMENT PURCHASE
FURNITURE / FIXTURES

VEHICLE PURCHASE

TOTAL

$
$
$
$
$

€ & N A P P &

$

5,000.00
1,500.00
3,750.00
8,400.00
2,000.00
12,000.00
3,000.00
1,200.00
2,000.00
1,060.00
1,200.00
60,000.00
10,500.00

58,000.00

836,662.00

LA - S - B - B - R T 7, S 7~ Y Y- SY SP Y

417.00
125.00
313.00
700.00
167.00
417.00
250.00
100.00
167.00

84.00

100.00
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3,753.00
1,125.00
2,817.00
6,300.00
1,503.00
3,753.00
2,250.00
900.00
1,503.00
756.00
900.00
60,000.00

10,500.00

® O e A A A B P P A P A P B

58,000.00

$627,496.00
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Stephen Maddox
Fire Chief
Administration |

»

Frank Molina Tammi Kisto
Fire Marshal | | |Exec. Secretary
Administration Administration
Corrina Burke
Secretary
Administation
[ I I | | | | | | 1 | 1
Kervin Miles Kevin Makil Brian Smith PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED
#| CapUinspector | | Capt/Inspector | | Capt/Inspector | | Capt/Inspector Capt/inspector | | Capt/inspector | | Captinspector | | Capt/Inspector | | CaptInspector Capt/inspector | | Capl/inspector | | Capt/Inspector
Station 291 Station 291 Station 291 Station 292 Station 292 Station 292 Station 293 Station293 Station 293 Station 294 Station 294 Station294
A Shift B Shift C Shift A Shift B Shift C Shift A Shift B Shift C Shift A Shift B Shift C Shift
L. Grant D. Fields S. Wood PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED
—| Firefighter | | Firefighter | | Firefighter — Firefighter | |- Firefighter — Firefighter -+ Firefighter — Firefighter — Firefighter | = Firefigher — Firefighter | —
Paramedic Paramedic Paramedic Paramedic Paramedic Paramedic Paramedic Paramedic Paramedic Paramedic Paramedic
T. Enrique M. Lewis J. Moretti PROPOSED | PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED PROPOSED
— Firefighter | |4 Firefighter | |H Firefighter | Firefighter | |- Firefighter — Firefighter I Firefighter I Firefighter — Firefigher — Firefighter - Firefighter | — Firefighter
Paramedic Paramedic Paramedic EMT EMT EMT Paramedic Paramedic Paramedic EMT EMT EMT
R. Dodge W. Kuamoo T. Pesch PROPOSED PROPOSED PROPOSED .
— Firefighter — Firefighter | [H Firefighter — Firefighter —  Firefighter — Firefighter
Paramedic Paramedic Paramedic EMT EMT EMT
J. Acosta T. Wood J. Martinez PROPOSED PROPOSED PROPOSED
H Firefighter Firefighter Firefighter — Firefighter —  Firefighter — Firefighter
EMT EMT EMT EMT EMT EMT
V. Sneezy D. Dash G. Mason PROPOSED PROPOSED PROPOSED
— Firefighter — Firefighter Firefighter H Firefighter —  Firefighter — Firefighter
EMT L1 EMT lﬁ EMT EMT EMT EMT
T. Toney . R.Manuel N. Wood
| Firefighter | [ Firefighter | | Firefighter
EMT EMT EMT
mﬂwm_ Omw.mw% Robert French Adrian Garson |
ing Position . .
Firefighter/EMT Reserve Firefighter, Reserve Firefighter
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